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Abstract 
Compare with positive extra-role behavior, negative extra-role behavior is a topic 
which attracted the attention of scholars for just over 10 years in the tradition of 
foreign organizational behavior research. Actually, because of both positive and 
negative extra-role behavior would affect the employee’s work performance together, 
it is very important for the practice of human resource management. 
This article focused on one kind of typically negative extra-role behavior, Counter 
Productive Behavior (CPB), through a lot of literatures analyses we found out: firstly, 
there are very lack of exploration to the CPB’s dimensions in the context of Chinese 
culture; secondly, we need to expand the research of the antecedents to CPB in the 
level of organizational context; thirdly, we need to further analysis the process and 
mechanism of special antecedent affects the CPB. Taking into account the situations, 
we designed our research plan around these issues, and achieved some research 
conclusions by induction, deduction and empirical research: 
First of all, we found that CPB consist of five dimensions in Chinese context, such 
as Work Inaction, Corporate Political Behavior, Malfeasance and Power-Abuse, Theft 
and Purpresture, Hostile and Destructive Behavior. There are both similarities and 
differences with the employee deviant behavior in foreign context. Next, different 
dimensions of organizational justice had significant influence to CPB, especially the 
perception of procedural justice and interpersonal justice. At the same time, for 
explore the process and mechanism of organizational justice influence the CPB, based 
on the analysis orientation of organizational context influence cognitive processing, 
and cognitive processing influence individual behavior, we introduced organizational 
commitment and job satisfaction into our conceptual model and demonstrated that 
both of them are two mediator variable in some relationships between organizational 
justice and CPB. Finally, when study the moderate effect of emotional affectivity in 
the relationship between organizational justice and CPB, we found that negative and 
positive affectivity are two important moderate variables. The practical implication, 
study limitation and future directions are offered as a summary finally. 
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为（Katz, 1964）。然而在 Katz 之后的很长一段时间里，组织行为学界始终将重
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步去综合考察过去关于组织成员角色外行为的研究成果就会明显的发现，早期
（上世纪 80 年代初至 90 年代中后期）绝大多数对于角色外行为的系统探讨基本
上都将其焦点锁定在了由人性光辉性所产生的积极态度和积极行为上，而与此同
时却忽略了人性的阴暗面以及由此而产生的消极态度和消极行为（Robinson 




外行为的研究却处于相对被忽视的地位（Greenberg and Scott, 1996），以至于














的语言和身体攻击（Farrell, 2006）；而 NIOSH 则估计全美每周都有 18000 名雇





























(Rotundo and Sackett, 2002)。一些研究者认为，反生产行为和组织公民行为一
起作为周边绩效，与任务绩效共同构建起了一个完整的、多维的工作绩效结构




























第 11 页 共 140 页 
如压力、公平感等诱发反生产行为的变量，后者如正直性、组织文化等抑制这一
行为的变量。两个维度相互组合构成了四个象限，把反生产行为的前因变量分成




主义、感觉寻求等是诱发反生产行为的人格特征（Marcus and Schuler, 2004）；
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性与反生产行为之间存在显著负相关，其预测效应可以掩盖各类情境因素对其反
生产行为的影响（Marcus and Schuler, 2004）。个人道德水准与员工的反生产
行为之间也呈现显著负相关（曹羽男，2006）。认知能力可以通过道德推理能




测员工的反生产行为（Robinson and O’Leary-Kelly, 1998）；从事反生产行为
被发现的风险可以预测该行为的频率；风险越大；反生产行为越少（Mikulay et al., 






































种单一的行为（Sandy et al., 2007），从而致使各种形式的反生产行为前因理论
及其研究各自为政。因变量界定的局限性折射到自变量中，导致研究者从相对狭










































    基于上述分析，本论文的主要研究目的和内容大致如下： 





































and Latham, 1996; Martin and Bennett, 1996; Mansour-Cole and Scott, 1998; 
Robert, Coulson and Chonko, 1999; Cohen-Charash and Specter, 2000; 
Colquitt et al., 2001; Viswesvaran and Ones, 2001; Chockalingam, 2002; 
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